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Abstract  
Aim of the current research was examining the relation between the quality of work life components and four career anchors 
among the Personnel of Esfahan’s Iron Foundry Organization. The data collection instruments were two researcher-made 
questionnaires about the quality of work life. The results show that among the eight components of the quality of work life, those 
which were most influential on the four career anchors were social integrity and attachment in the organization. Furthermore, it 
can be concluded that the quality of work life of this Iron Foundry personnel in each one of the career anchors is at an average 
level. 
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1. Introduction  
Suitable human resources are considered as the intelligent assets and the most important capital of any 
organization whose efficiency and effectiveness are substantially are contingent upon the proper and effective 
application of these human resources (Bazzaz Jazayeri, 2006, p 2). 
In today’s society, the improvement of work life has become one of the most important goals of any 
organization and its staff. Since there is a direct relation between human resources management and the quality of 
work life, bestowing new life to its staff through improving the quality of work life is the key to success of any 
organization (Dolan and Schuler, 1999, p 354). 
Many of the researches on the role and importance of human resources in the development of organizations 
and betterment of societies focus on this statement that no society may be considered as developed unless it has 
dealt with the development of its human resources (Sardari, 2002). Most individuals become skillful in a given job 
within three years; after that period, the work becomes monotonous leaving nothing new to learn. At this point, the 
individual feels desperate and may see their work as not valuable and less pleasant than before. Compatibility 
between an individual’s occupational inclination and their workplace leads to job satisfaction and an enhancement in 
commitment and performance, while the incompatibility brings about job dissatisfaction and job change (Ituma and 
Simpeson, 2007). Chronic negative attitude to oneself, lack of progress after feeling oneself a failure, nagging, 
despondency, lack of interest, and negligence are among the symptoms of desperation (Sa`atchi, p 345). 
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In a near future, individuals in organizations will not be satisfied to reach the growth and elevation they 
need through organizational promotions only; this justifies the importance of planning and implementing career path 
systems. In an organization, individuals naturally prefer and choose jobs which are compatible with their 
characteristics; they also pan their career path based on jobs which could lead to their successful career path 
(Luthans, 2002). The quality of work life, which was first proposed independently in 1970, is an approach trying to 
improve the quality of the lives of employed people and to meet the needs of an employee who has been reduced to 
a factor of production beside other factors such as capital and has been alienated (Khanifar et al, 2008). 
One of the oldest models by the quality of work life is that proposed by Walton, according to which high 
quality of work life is necessary for employing and keeping the employees (Seraji and Dargahi, 2006). Walton has 
classified the programs and components of the work life quality into eight groups as follows: 
1.1. Sufficient payment 
1.2. Secure and healthy workplace  
1.3. Developing human and personal skills and abilities 
1.4. Opportunity for continued growth and security 
1.5. Social integration in the workplace 
1.6. Observing the essential rights of the staff 
1.7. Total life space 
1.8. The social relevance of work life 
Schein has offered a comprehensive model of the stages of career path, which encompasses other models. 
This model has four stages (DuBrin, Williams, Ireland, 1989). 
1.9. Exploration (beginning): 
The first period of the career path assigns two essential duties to the staff: foundation and success.  
1.10. Establishment 
At this stage, individuals find their status within the organization, make independent attempts, achieve 
more responsibilities and financial successes, and found their favorite life style. 
1.11. Maintenance 
At this stage, through maintaining and updating their skills, the individuals expect others to recognize them 
as persons who have taken many troubles and worked hard for the sake of the organization.  
1.12. Retirement (Survival and pensions) 
At this stage, individuals prepare for a shift in the balance between work and other activities. Here they 
may play the role of a supporter.  
The research conducted by Hoon Lee & Wong (2004) on the relation between the employees’ career path 
and the improvement of their performance and life quality indicated that the employees’ satisfaction could be 
modified in their workplace regardless of their characteristics. This research also confirmed some of the findings by 
Sharifzadeh and Kheirandish (2009) and Tabarsa and Fallah (2009) as regards the quality of work life. 
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2.  Research hypotheses: 
2.1. There is a significant relation between the quality of work life scores and career path stages. 
2.2. There is a significant relation between each component of the quality of work life on the one hand and the 
stages of career path on the other hand. 
3.  Research method: 
The research method in this study has been descriptive correlational.  The statistical population comprised 
of all the staff of Esfahan Iron Foundry, including managers, experts, and other employees. In order to assess the 
quality of their work life and stages of career path, the researchers surveyed five major groups among them. The 
first group consisted of managers, experts, and staff with a record of 5 years or less, the second group consisted of 
managers, experts, and staff with a record of 6–10 years, the fourth group consisted of managers, experts, and staff 
with a record of 16–20 years, and the fifth group comprised of managers, experts, and staff with a record of 20 years 
and more. 214 of them filled out the questionnaire. The data collection tool were two researcher-made 
questionnaires: one about the quality of work life,based on Richard Walton model, which contained 48 statements, 
including fair payment, secure and healthy workplace, providing opportunity for continued growth and security, 
legalism at workplace, social relevance of work life, total life space, social integration in the workplace, developing 
human and personal skills and abilities; and the other questionnaire about stages of career path, based on Edgar 
Schein model, comprising of 4 statements, including exploration (stage 1), establishment (stage 2), maintenance 
(stage 3), and retirement (stage 4). These questionnaires were developed based on Likert’s five-point scale. Their 
validity was determined by the confirmation of management and educational sciences specialists, and their 
reliability coefficients were calculated through Cronbach alpha coefficient to be 0.79 for the quality of work life and 
0.89 for the career path stages. The research data have been analyzed through Pearson correlation coefficient, one-
way analysis of variance (ANOVA), and logistic regression analysis. 
4.  Findings: 
4.1. There is a significant relation between the overall scores of work life quality and the overall scores of career 
path stages. 
Table 1.The results of Pearson correlation coefficient test on work life quality 
 
Correlations Frequency r Level of significance 
Work life quality 214 0.320 0.00 Career path stages 214 
 
As shown in Table 1, there is a significant relation between the overall scores of work life quality and the 
overall scores of career path stages. (two-tailed test, p<0.0005, n=214, r=0.320) 
4.2. There is a significant relation between each of the components of the work life quality and each of the stages of 
the career path.  
The results of the regression analysis of on the relation between each of the components of the work life 
quality with the first stage of the career path have been presented in the following tables. In order to specify the 
degree of importance of each of the independent variables, step-wise regression test was used.  
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4.1. The results of regression analysis on the relation between each of the components of work life quality and the 
first stage of career path: 
The results of the analysis presented in Table 2 show that the component of legalism at workplace at the first step, 
and total life space at the second step have entered the regression as the strongest variables, and the regression has 
proceeded up to two steps. 
  
Table 2.The data of the regression coefficient on the relation between work life quality components and the first stage of career path 
 
Model Correlation 
coefficient 
Coefficient of 
determination 
Coefficient of 
adjustment 
Standard error of 
estimate 
1 0.209 0.044 0.039 0.50702 
2 0.304 0.093 0.084 0.49510 
 
According to Table 2 above, at the first step, the correlation coefficient of legalism at workplace is 0.209 and its 
coefficient of determination is 0.044; at the second step, the correlation coefficient of total life space is 0.304, and its 
coefficient of determination is 0.093.  
Table 3: F-test of the regression of the first stage of career path 
 
Model Sum of 
squares 
Degree of 
freedom 
Mean squares F significance 
1 
Regression 2.501 1 2.501 9.729 0.002(a) 
Residue 54.499 212 0.257   
Total 57.000 213    
2 
Regression 5.280 2 2.640 10.771 0.000 (b) 
Residue 51.720 211 0.245   
Total 57.000 213    
In order to confirm the regression coefficient, one-way ANOVA showed that the observed F was significant for two 
steps at the alpha level of 0.05, and this indicates that the regression has been significant.  
4.2. The results of regression analysis on the relation between each of the components of work life quality and the 
second stage of career path: 
The analysis results show that at the first step only the component of social integration in the workplace as 
the strongest variable has entered the regression, and the regression has proceeded up to one step.  
 
Table 4.The data of the regression coefficient on the relation between work life quality components and the second stage of career path 
 
Model Correlation coefficient Coefficient of 
determination 
Coefficient of 
adjustment 
Standard error of 
estimate 
1 0.396 0.157 0.153 0.43671 
With regard to Table 4 above, at the first step, the correlation coefficient of social integration in the 
workplace is 0.396and its coefficient of determination is 0.157. 
Table 5: F-test of the regression of the second stage of career path 
 
Model Sum of 
squares 
Degree of 
freedom 
Mean squares F significance 
1 
Regression 7.529 1 7.529 39.480 0.000 
Residue 40.432 212 0.191   
Total 47.962 213    
 In order to confirm the regression coefficient, the one-way ANOVA showed that the observed F was 
significant for one step at the alpha level of 0.005, and this indicates that the regression is significant. 
4.3. The results of regression analysis on the relation between each of the components of work life quality and the 
third stage of career path: 
The results of the analysis indicated that the components of social integration in the workplace, at the first 
step, and the component of legalism at workplace, at the second step, have entered the regression, which 
has proceeded up to two steps. 
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Table 6.The data of the regression coefficient on the relation between work life quality components and the  third stage of career path 
 
Model Correlation 
coefficient 
Coefficient of 
determination 
Coefficient of 
adjustment 
Standard error of 
estimate 
1 0.408 0.166 0.162 0.56141 
2 0.428 0.183 0.175 0.55712 
According to Table 6 above, at the first step, the correlation coefficient of social integration in the 
workplace is 0.480 and its coefficient of determination is 0.166. At the second step, with the addition of 
legalism at the workplace, the correlation coefficient is 0.428 and the coefficient of determination is 0.183. 
 
Table 7: F-test of the regression of the  third stage of career path 
 
Model Sum of squares Degree of freedom Mean squares F significance 
1 
Regression 13.323 1 13.323 42.271 0.000 (a) 
Residue 66.818 212 0.315   
Total 80.141 213    
2 
Regression 14.650 2 7.325 23.599 0.000 (b) 
Residue 65.491 211 0.310   
Total 80.141 213    
In order to confirm the regression coefficient, the one-way ANOVA showed that the observed F was 
significant for two steps at the alpha level of 0.005, and this indicates that the regression is significant. 
4.4. The results of regression analysis on the relation between each of the components of work life quality and the  
fourth stage of career path: 
The results of the analysis show that at the first step, the component of social integration of the workplace 
as the strongest variable has entered the regression, and the regression has proceeded up to one step.  
 
Table 8.The data of the regression coefficient on the relation between work life quality components and the   fourth stage of career path 
 
Model Correlation coefficient Coefficient of 
determination 
Coefficient of 
adjustment 
Standard error of 
estimate 
1 0.384 0.148 0.144 0.50096 
Based on Table 8 above, at the first step, the correlation coefficient of social integration in the workplace is 
0.384 and its coefficient of determination is 0.148. 
 
Table 9: F-test of the regression of the   fourth stage of career path 
 
Model Sum of 
squares 
Degree of 
freedom 
Mean squares F significance 
1 
Regression 9.209 1 9.209 36.695 0.000 
Residue 53.204 212 0.251   
Total 62.413 213    
In order to confirm the regression coefficient, the one-way ANOVA showed that the observed F was significant for 
one step at the alpha level of 0.05, and this indicates that the regression is significant. 
5.  Discussion and Conclusion: 
The findings of this research are compatible with those of Sharifzadeh&Kheirandish (2009) and 
Tabarsa&Fallah (2009) with the quality of work life of the employees. The analysis of regression showed that from 
among the components of work life quality, the variety of opportunity for continued growth and security, legalism at 
the workplace, social relevance of work life, total life space, developing human and personal skills and abilities, and 
social integration of workplace served as predictor variables. In addition, the findings of Dolan’s research indicate 
that Schein’s theory of career path is supported, and Schein’s career stages can be predicted by main career anchors, 
and even a variety of career stages may appear in one job. 
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The results of the present research demonstrate that career path satisfaction is dependent upon the 
consistency of all career path stages with the components of the quality life achieved by every individual, because 
the consistency among values optimizes individual’s needs as well as traits of a given job. Furthermore, individuals 
whose jobs are consistent with all their career path stages will have greater satisfaction regarding the level of their 
work life. Therefore, it is important that every individual be aware of these factors. 
6.  Applicable Suggestions: 
The overall results are indicative of a significant relation between the quality of work life with career path 
stages; therefore, officials in similar organizations are required to prepare executive by-laws and adopt measures in 
order to improve the quality of work life. The following suggestions are proposed for this purpose: 
6.1. In order for payments to be compatible with social standards, the factor of efficiency in payments should be 
taken into account so as to act as a function of quantitative and qualitative performance of the staff. 
6.2. Secure and healthy workplace is an important factor in the quality of work life; therefore, enough attention 
should be paid to the physical conditions of the workplace.  
6.3. Some regulations should be designed within the frame of which the staff could—without any threat or undue 
influence—voice their own opinions about the organization’s affairs, hence the organization could enjoy various 
capabilities of its members to find suitable solutions for its problems.  
6.4. An appropriate work environment should be created which engender a sense of attachment and loyalty to the 
organization; this can be attained through the employees’ involvement in decision-making processes.  
6.5. While choosing the employees for managerial posts, the organization’s management should select those who 
are in the second and third stage of their career path and have more knowledge, commitment, and enthusiasm for 
assuming responsibility and are seeking opportunities to demonstrate their managerial potential.   
6.6. Based on the research findings, job security and stability are positively influential on the staff’s performance; 
therefore, it is recommended that the process of selection and official employment of the staff be expedited, and 
their promotion be offered to them duly and in compliance with clear, systematic regulations so that this feeling of 
security develops in them.  
6.7. Measures such as psychological assessment, planning job alternatives, job consultation as a part of supervisor–
employee relation, special consultation for high-potential staff, and consultation for relegations should be taken in 
the organization. 
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